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ABSTRACT 

 

The disruption brought by the COVID-19 pandemic has imposed many companies across the 

globe to abruptly introduce teleworking policies. This dissertation aims to investigate the role of 

organizationally derived support as a predictor of desirable telework outcomes and driver of the 

effective implementation of future flexible work policies in post-COVID contexts in Ireland.  

Current study has adopted a cross-sectional and quantitative approach. An online questionnaire 

gathered 105 Irish teleworkers' perceptions of organizational support, telework outcomes and 

perceived need of telework training. The hypotheses were tested using Spearman correlations 

and a Mann-Whitney test. Organizational-derived support (IT and HR support, training, e-

leadership style, and collaborative capacity) has been shown to have a positive effect on telework 

outcomes, especially in terms of improving job satisfaction and reducing turnover intentions 

among teleworkers. Thus, companies should consider these support factors when designing 

future remote work policies and tailor them according to employees’ previous teleworking 

experience.   
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1 INTRODUCTION 

Teleworking is not a new concept. Advances in information and communication 

technologies (ICTs) and changing attitudes towards flexible work arrangements were turning 

teleworking into a mega-trend that already threatened to change the nature of work a few 

decades ago (Bentley et al., 2016, p. 207). Indeed, “fostering participation in the labour force 

through flexible working solutions” was one of the ambitions of the Irish Government even 

before the pandemic. Encouraging remote work would not only improve productivity and the 

attraction of talent, but also it would allow stimulation of regional growth, reduce 

accommodation and transport pressures in cities and support the transition to a low carbon 

economy (Gov.ie - Project Ireland 2040, 2017, p. 6). 

Although organizations increasingly recognized the benefits of telecommuting and 

progressively adapted their policies, the population that formally teleworked before the pandemic 

was relatively small (Kaplan et al., 2018, p. 365). The evidence overwhelmingly revealed that 

managers’ resistance, in particular lack of trust regarding telecommuters' ability to achieve 

effective performance, was one of the reasons behind the disconnection between formal policies 

and real organizational practices (Peters, Dulk and Ruijter, 2010, p.520; Kaplan et al., 2018, 

p.367).  

In March 2020, many governments worldwide decided to restrict population movement 

as a measure to reduce the spread of COVID-19. During the lockdown, telework was imposed as 

the only option to minimize downtime for “non-essential” businesses, forcing millions of 

employees worldwide to work from home (Carillo et al., 2020, p.1). Many companies have 
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rushed to adopt improvised measures to facilitate remote work, and employees embraced digital 

tools such as collaboration platforms and video conferencing systems to keep working 100% 

remotely (Richter, 2020, p.1). Thus, the global pandemic of coronavirus is not only leading the 

transition from offices to virtual workplaces, but has also caused a dramatic acceleration of this 

trend that was already underway and a social experiment of a type and on a scale unseen before 

(Kniffin et al., 2020, p.3).  

Although this scenario has made it possible to raise digital proficiency among employees 

and dissolve common misconceptions about teleworking (Richter, 2020, p.1), two major points 

are noteworthy: 

Firstly, remote working during lockdown has in most cases resulted in a “forced” home-

based telework, which has important differences with telework practices carried out in 

conventional contexts (Errichiello and Pianese, 2021, p.222). In the COVID-19 context, home 

confinement is imposed, therefore employees have had to deal with constant work-life balance 

issues while teleworking full-time, away from organizations and co-workers, and for a long 

period (Carillo et al., 2020, p.4). Previous literature has focused on outcomes of teleworking 

when it was an infrequent practice and, in a context where organizations and employees 

voluntarily decide to implement remote working arrangements. Now, in an unprecedented time 

where work is no longer a discretionary option, and which must be practised extensively and on 

a large scale, it is necessary to study how these circumstances have shaped the experience of 

remote work (Wang et al., 2020, p.3). Since the pandemic is still ongoing, studies looking at 

organizational responses and outcomes related to telecommuting "after exogenous shocks such 

as COVID-19", are currently rare and very limited (Stoker, Garretsen and Lammers, 2021, p.2). 
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Secondly, remote working is a “disruptive organizational change” and it requires 

processes and enablers carefully thought out in advance (Errichiello and Pianese, 2021, p.222). 

Effective implementation of flexible work arrangements is not exclusively based on providing 

technological infrastructure. Literature also reflects that managing virtual social relationships, 

dealing with ongoing connectivity, and managing the blurred line between professional and 

personal life are some of the biggest challenges that teleworkers face. Therefore, organizations 

also have to provide technology-related support, training programs, build strong remote culture 

and promote e-leadership practices. Employees working from home do not only expect that their 

organizations fulfil psychological contracts but also emotional support from managers and co-

workers, which has been proven to have a positive impact on work outcomes in terms of job 

satisfaction and organizational commitment (Karani, Trivedi and Thanki, 2021, p.12). 

Therefore, previously accumulated knowledge lacks contextual relevance of the current 

COVID-19 crisis where the research focus shifts from analysing whether or not remote working 

practices are beneficial to understanding how to efficiently telework (Wang et al., 2020, p.3). 

Due to the suddenness of the adoption of teleworking practices during the COVID-19 pandemic, 

some authors wonder if many companies have not underestimated the importance of practices to 

support teleworking (Errichiello and Pianese, 2021, p.222) and whether managers are prepared to 

lead remote environments. New questions have arisen about whether companies and employees 

have adequately adapted to telework in this period, to face mentioned risks and difficulties.  

This research aims to fill this gap in knowledge and to understand the effect of 

organizational support and structures as predictors of desirable teleworkers' outcomes during the 

COVID-19 crisis. It will not only contribute to the literature on organizational support but will 
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also enrich the limited findings at the moment available about telework outcomes after the 

pandemic. It will explore the evolution of teleworking in Ireland, whose insights may be 

potentially useful for the government and academic institutions in preparing initiatives and 

training programs. 

For this endeavour, in the next section existing literature and theories will be reviewed. 

Then cross-sectional and quantitative research based on primary data will be conducted to assess 

through a questionnaire organizationally derived support, telework outcomes, and perceived need 

for telework training in the context of COVID-19. Descriptive statistics will be used to describe 

the basic features of data gathered while inferential statistics will help to analyse whether there is 

a significant correlation between mentioned variables. Finally, theoretical, and practical 

implications of the research will be discussed on how to facilitate and promote best practices for 

effective Managing of Virtual Teams and Projects.  
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2 LITERATURE REVIEW 

2.1 Telework-related outcomes: a double-edged sword 

Teleworking has been an ongoing debate in literature for decades, due to blurring 

boundaries between work and nonwork activities, social implications of not being physically 

present at the office and risks and benefits associated with flexible schedules and organization 

(Contreras, Baykal and Abid, 2020). 

Table 1: Benefits and drawbacks of teleworking, shows the synthesized contributions 

found in the literature. A detailed discussion will be carried out in this chapter to reveal empirical 

findings reported about outcomes of telework before and post-COVID-19. 

Outcomes of telework may manifest in a wide variety of ways. Firstly, literature available 

related to work-related outcomes will be reviewed, focusing on job performance, job satisfaction, 

turnover intentions, and professional isolation. Subsequently, evidence published about the effect 

of telecommuting on wellbeing will be analysed, especially in the form of work-life balance.  
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Table 1: Benefits and drawbacks of teleworking 

Benefits Source Drawbacks Source 

Access to specialized 

expertise and skilled 

resources regardless 

of location 

(Malhotra, Majchrzak 

and Rosen, 2007; 

Project Management 

Institute, 2017) 

Teleworker’s 

perceptions of missed 

opportunities for 

learning benefits, 

promotion, rewards, 

and positive feedback. 

  

(Cooper and Kurland, 

2002) 

Lower stress, turnover 

intentions, increased 

job satisfaction  

(Gajendran and 

Harrison, 2007; 

Vega, Anderson and 

Kaplan, 2015) 

 

Association with 

psychological and 

physical isolation 

(Golden and Veiga, 

2005 ; Bartel, 

Wrzesniewski and 

Wiesenfeld, 2012 

Wang, Albert and 

Sun, 2020) 

    

Reduction in 

transportation or fuel 

costs  

(Purwanto et al., 

2020) 

Employees have to 

pay for electricity and 

internet costs 

(Purwanto et al., 

2020) 

    

Work autonomy and 

flexibility positive 

influence employee’s 

wellbeing 

(Golden and Veiga, 

2005, Gajendran and 

Harrison, 2007) 

The blurring of 

boundaries between 

work and life and 

increasing work-home 

conflicts 

(Grant et al., 2019 ; 

Cortellazzo, Bruni 

and Zampieri, 2019) 

    

Perceived higher 

productivity due to 

work autonomy and 

fewer distractions 

(Kłopotek, 2017) Due to flexibility 

employees with high 

work commitment 

can suffer from 

overwork 

(Palumbo, 2020) 

    

2.1.1 Job performance. 

Teleworking´s potential effect on the telecommuter's performance has been one of the 

most significant current discussions with extensive literature from both supporters and 

opponents. On one hand, literature reflects a positive relationship between telework and job 
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performance (Bloom et al., 2014; Allen, Golden and Shockley, 2015). The evidence from the 

experiment conducted by Bloom et al., (2014, p.169) at CTrip reveals that the new working from 

home policy led to a 13% employee productivity increase in a call centre.  

In general, it seems that the positive relationship between job performance and 

telecommuting can be explained by multiples components: Firstly, some authors reported that 

teleworkers work more hours or more intensely than their office-based colleagues, either because 

they use the time saved by not having to commute or because they want to compensate the 

company for the flexibility granted (Gajendran and Harrison, 2007; Kelliher and Anderson, 

2010). Secondly, teleworking is associated with fewer interruptions (Bailey and Kurland, 2002) 

and more flexibility and autonomy which lead to more productivity (Vega, Anderson and 

Kaplan, 2015). 

Previous research has addressed the topic of individual job performance comparing part-

time telecommuters and non-telecommuters (Allen, Golden and Shockley, 2015), however, 

Golden and Gajendran (2019) state that the relationship between job performance and 

teleworking is more complex than previously understood. Some characteristics of a 

telecommuter´s work such as job complexity, interdependence, and social support play an 

influential role while determining the impact of teleworking in job performance. Indeed some 

authors suggest that in cases of employees with complex jobs, low interdependence levels, and 

an unsupportive social environment at work, the more extensively the employee teleworks, the 

higher their performance is (Golden and Gajendran, 2019, p.64). 
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On the other hand, some authors reported that working from home is negatively linked 

with job performance (Lippe and Lippényi, 2020; Farooq and Sultana, 2021) due to the impact of 

several challenges such as social isolation, difficulties of sharing knowledge and reduced 

managerial support (Cooper and Kurland, 2002). 

In line with this, Lippe and Lippényi, (2020) argue that job performance is not only 

influenced by individual productivity, also by their organizational context and to what extent co-

workers work from home. Thus, using data from a large-scale survey involving nine European 

countries, this study suggests working from home is negatively linked to job performance, as a 

higher number of co-workers working from home worsens employee productivity.  

The intensity of telework has also been thought of as a key factor in job performance, 

however, the little evidence available is inconsistent. Some authors argue that the extent of 

teleworking does not affect job performance adversely (Golden and Gajendran, 2019), whereas 

other researchers conclude that managers perceive higher team productivity in the case of 

employees teleworking no more than one day per week (Lippe and Lippényi, 2020, p.73-74). 

Widespread adoption of teleworking policies during COVID-19 has heightened the need 

to understand whether the more extensive amount of telework affects the performance of 

workers in a positive or negative way, the effect that voluntary or non-voluntary working from 

home has on performance and whether online communication systems have been able to 

overcome challenges in cooperation and knowledge sharing already detected in literature (Lippe 

and Lippényi, 2020). 
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2.1.2 Job satisfaction, loyalty, and employee retention. 

Literature is still unclear how the benefits and drawbacks of remote work affect overall 

employee job satisfaction. Some authors found a curvilinear relationship between job satisfaction 

and flexible arrangements, arguing that in low intensity, telecommuters perceive exclusively the 

benefits of teleworking, thus, they are more satisfied (Cooper and Kurland, 2002; Golden and 

Veiga, 2005). However, as the intensity increased, especially in the case of regular or exclusive 

teleworkers, disadvantages of telework may be perceived with more intensity than advantages, 

leading to decreasing levels of job satisfaction (Golden and Veiga, 2005). 

Those findings contrast with some other research such as the meta-analysis carried out by 

Gajendran and Harrison (2007) where authors conclude that the advantages of telework outweigh 

drawbacks in terms of job satisfaction and they suggest a positive relationship between both 

variables.  

Empirical research has shown that telecommuting reduces stress levels and turnover 

intention (Gajendran and Harrison, 2007). Indeed, before the pandemic, organizations offered the 

opportunity to work from home as an incentive to reduce absenteeism and turnover intentions, 

and enhance organizational commitment (Overbey, 2013). More recent studies, in the context of 

the Coronavirus crisis, found a strong relationship between a high level of burnout and intention 

to leave among employees that were not allowed to telework. Authors suggested that this 

exclusion of telework programs not only affects employee satisfaction and affective, 

continuance, and normative commitment, but also employee performance might be affected as a 

consequence (Castro et al., 2021).  
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Alternatively, the literature also reflects that psychological isolation that a telecommuter 

may suffer is negatively associated with affective commitment to the organization (Wang, Albert 

and Sun, 2020). The authors further suggest that for teleworkers who suffer from social isolation, 

the desire to remain in the company is more likely to be due to perceived benefits of teleworking, 

high switching costs, and a lack of valuable employment alternatives, rather than a feeling of 

obligation or commitment to their employer or colleagues. 

Indeed, in the post-COVID-19 world, flexibility has become a key component in talent 

strategies, and employee retention threatens to be one of the biggest challenges in organizations´ 

plans to return to the office. A recent EY survey, collecting data from 16,000 employees in 16 

countries, reveals many employees expect to keep working remotely after the pandemic and 54% 

of those affirmed that they will quit the organization if flexibility is not offered in the future 

(Von Seggern, Frahm and Konstand, 2021, p.3). 

2.1.3 Social Isolation. 

Technology-mediated communication and the absence of physical presence make 

effective collaboration processes difficult (Gibson and Cohen, 2003), thus, professional isolation 

and deteriorating work relationships have been historically identified as the main disadvantages 

of virtual work (Cooper and Kurland, 2002; Golden, Veiga and Dino, 2008). 

Empirical research suggests a negative correlation between psychological isolation and 

affective commitment (Wang, Albert and Sun, 2020) and perceived respect as a member of the 

organization (Bartel, Wrzesniewski and Wiesenfeld, 2012).  Indeed, members of virtual teams 

who experience feelings of isolation may be less productive and tend to feel less “emotionally 
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connected” not only from other team members but also from their organizations as a whole 

(Berry, 2011, p.200; Martinelli, Waddell and Rahschulte, 2017; Wang, Albert and Sun, 2020, 

p.33-34). 

Additionally, numerous studies suggest that long terms feelings of psychological 

isolation can adversely affect job performance as employees do not have manager and colleague 

support during problem-solving situations (Golden, Veiga and Dino, 2008), but also lead to other 

highly detrimental outcomes for employees such as high turnover intentions, job dissatisfactions 

and poor health (Bartel, Wrzesniewski and Wiesenfeld, 2012). 

A recent study has found that the context of COVID-19 has compounded the negative 

impact of social isolation, making it the most influential factor in the telework experience in 

France (Carillo et al., 2020, p.10).  

In this line of research, some authors reported a significant relationship between 

telecommuters’ satisfaction with available communication channels and overall job satisfaction. 

Thus, the literature argues the importance that an organizations makes a wide variety of 

communication channels available and encourages employees to use instant messaging as an 

informal communication medium to bolster the perception of team support and job satisfaction 

(Smith, Patmos and Pitts, 2018).  

2.1.4 Work-life balance. 

Literature is not consistent in the conclusions of teleworking implications on work-life 

balance. Working from home has been largely associated with improvements in work-life 
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balance and perception of personal/family success (Hill, Ferrus and Märtinson, 2003; Gajendran 

and Harrison, 2007). In particular, the more extensively employees telecommute, the more likely 

they can reallocate time and energy saved to engage in family activities (Golden and Veiga, 

2005). According to Beauregard and Henry (2009), this perceived greater work-life balance not 

only benefits individuals but also involves direct and indirect implications for organizations, 

such as an increased social exchange process.  

However other authors have shown a contrary point of view, suggesting telework leads to 

greater engagement in work-family multitasking and role blurring (Schieman and Young, 2010). 

Particularly, lockdown and general work from home enforcement during the COVID-19 crisis 

have blurred home boundaries, as the home domain was often used for work activities and vice 

versa. Consequently, the greater record of interruptions during the performance of domestic or 

work activities has led some authors to consider Work-to-Home Conflict (WTHC) and Home-to-

Work Conflict (HTWC) as influencing factors to understand work-life balance and the 

motivation and performance of employees during teleworking (Bhattacharya and Mittal, 2020). 

This difficulty creating boundaries between working and non-working time, according to Grant 

et al., (2019) can lead to overwork as a result. Indeed, the result of this study showed that the 

higher the perception of telework as intruding upon personal life, the worse the general health 

perception among teleworkers (Grant et al., 2019, p.21).  

Literature also suggests during working from home arrangements, there are not only 

conflicts due to interferences of work in private life, but also interferences of house-related tasks 

during working times (HTWC). By having more flexibility to accommodate family activities, 

teleworkers may increasingly encroach upon working hours or be distracted while they perform 
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job tasks (Golden and Veiga, 2005). Particularly, evidence from a recent study conducted in 

Japan during COVID-19 lockdown concludes that teleworkers can be distracted by the presence 

of children or other family members and thus, telework increased the stress of balancing work 

and family duties. Although the author affirms that this stress does not produce negative effects 

on job productivity, it does affect life satisfaction (Kazekami, 2020). 

To conclude, Bhattacharya and Mittal (2020) affirm that work-life conflicts depend more 

on the predisposition (volition) of employees and the pressure they suffer from home and work 

environments than on the type of teleworking. For instance, employees with strong affiliation 

needs experience more conflicts performing both domestic and work activities due to the desire 

to please both sides and maintain bonds and relationships (Bhattacharya and Mittal, 2020). Or 

employees with high work commitment may not be aware of this encroachment of work into life 

and, although they seem to experience fewer work-home conflicts, they can suffer from 

overwork and work-related fatigue hurting their well-being (Palumbo, 2020). Thus, to promote 

effective teleworking policies, given the difficulty of some employees in handling work-home 

interference, organizations need to understand the interaction of teleworkers personalities with 

their work, and management practices must be adapted to the circumstances and needs of each 

employee (Bhattacharya and Mittal, 2020; Palumbo, 2020). 

2.2 The role of telework organizational support 

The importance of organizational factors and how companies show employees that they 

care about their wellbeing is not only limited to physical workplaces. Rather, organizational 

sources of support have been identified as a key element to enhance the suitability of the 
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telework environment and ensure desirable outcomes (Errichiello and Pianese, 2021). 

Interestingly, some authors conclude that potential negative impacts associated with teleworking 

such as social isolation, work-family conflict, or psychological strain can be reduced with the 

adequate managerial, team and technological support led by the organization (Bentley et al., 

2016, p.213).  

Recently, researchers have concluded that psychological contract fulfilment has a 

positive impact on work outcomes in terms of job satisfaction and organizational commitment, 

especially in the context of the COVID-19 pandemic. Employees working from home do not 

only expect that their organizations fulfil their expectations but also facilitate emotional support 

from managers and co-workers is forthcoming (Karani, Trivedi and Thanki, 2021, p.12). 

In the next chapter, a critical review of the available literature on organizational derived 

support will be conducted. The construct will be broken down into different dimensions: 

managers (leadership), colleagues (collaborative capacity) and perceived organizational support. 

Despite the interdependencies that exist between these dimensions, it will first be presented 

individually accompanied by the most recent published theories. Proposed hypotheses will be 

presented in blocks in the last chapter of this literature review. 

2.2.1 IT and HR organizational support. 

Literature reflects that, even before COVID-19, companies were increasingly recognizing 

the benefits of flexible work practices and adapting their internal policies to implement the right 

to request flexible work arrangements among employees (Cooper and Baird, 2015). However, 

authors such as Kaplan et al., (2018) raised a disconnection between formal policies and real 
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organizational practices due to managers' lack of trust in the ability of workers to maintain their 

productivity level while working from home. Consequently, the population that formally 

teleworked before the pandemic was relatively small (Kaplan et al., 2018, p.367). While flexible 

work arrangements practised unofficially, on an ad-hoc basis, and not recorded in the contracts 

were more valued and more frequent among employees, research has shown that lack of 

knowledge about organizational policies, and informal agreements between telecommuters and 

supervisors led to a greater level of inconsistency and discrimination implementing telework 

arrangements (Cooper and Baird, 2015; Williams, 2019). Therefore, some studies have 

highlighted the importance of Human Resources support to overcome perceived barriers, 

strategically align HR policies, and provide proactive training and advice to create a climate for 

consistent implementation (Williams, 2019).  

Empirical findings showed that IT support and appropriateness of technology also had an 

important impact on telecommuters' satisfaction (Baker, Avery and Crawford, 2006; Bentley et 

al., 2016). Indeed, recent research in the context of COVID-19 suggests that employees' needs 

for suitable teleworking conditions at home, such as an appropriate workplace, equipment and 

necessary IT infrastructure, has been one of the most influential factors in the telework 

experience (Carillo et al., 2020, p.10).  

 Bjursell, Bergmo-Prvulovic and Hedegaard (2021) also highlight in their study the lack 

of research on how telecommuting affects continuous learning and skills acquisition at the 

workplace. It is necessary to bear in mind that, before the pandemic, telework was an incentive 

offered voluntarily by some companies to make work more attractive. However, during the 

lockdown, it has been a forced situation for many employees who perhaps did not want to work 
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at home, or who did not even feel that they had the sufficient digital skills to do so. Some 

employees addressed telework for the first time, and they feel disoriented about how to deal with 

new tools and virtual relationships (Richter, 2020). Authors agree that this situation has caused a 

massive boost to digital competence among employees but at the same time, it demands the need 

for human resources professionals, and managers in general, to understand the needs of 

teleworkers and provide adequate support (Bjursell, Bergmo-Prvulovic and Hedegaard, 2021, 

p.5).  In fact, previous teleworking experience and educational level have been found to have a 

positive and significant influence coping with telework during the crisis (Carillo et al., 2020).   

Nevertheless, recent studies have also raised the risks of overestimating the value of 

technology basing remote culture exclusively on IT accessibility and relying on individual 

proactivity to enhance virtual collaboration and interactions (Errichiello and Pianese, 2021). 

Hence, Errichiello and Pianese (2021) identify a new paradox where the availability of too many 

IT tools, training options, and communication channels, rather than being perceived as a tangible 

manifestation of organizational support, can lead teleworkers to be overwhelmed by the volume 

of tools and possibilities, causing psychological pressure, and reducing employees’ perceptions 

of received support. 

Therefore, Carillo et al (2020) highlighted the significant role of the organization 

assessing employees’ needs and tailoring support provided to employees according to different 

variables such as IT proficiency, age or education level. 
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2.2.2 Social support and collaborative capability. 

Communication challenges in a virtually distributed workforce can lead to an 

unwillingness to share information, reduction in cooperation and difficulties creating cross-team 

connections (Martinelli, Waddell and Rahschulte, 2017; Hoch and Kozlowski, 2014). 

 Malhotraet al (2007) suggest that in the absence of norms or procedures, team members 

use their own form of communication, which creates difficulties in sharing information, 

integrating tasks and a lack of cohesion. More importantly, empirical research from Daim et al., 

(2012) shows that effective communication tools used face-to-face do not necessarily yield the 

same results in global virtual teams.  

Virtual teams require establishing expectations and norms about how to communicate 

effectively using corporate channels. Managers not only have to choose and tailor technological 

solutions that work best for ongoing project and team dynamics, but also have to define how and 

when they should be used (Daim et al., 2012; Malhotra, Majchrzak and Rosen, 2007). 

  Previous research concludes that organizational social support reduces social isolation, 

especially in cases of low-intensity teleworking. However, this support was shown as an 

insufficient resource to influence isolation in cases of teleworkers working remotely for long 

periods (Bentley et al., 2016, p.213). 

 Not only does social support contribute to suffering less loneliness, but some authors 

argue that higher perceived social support leads to less work-life conflict (Kossek and Lautsch, 
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2017) and can help employees to deal with stress, focus on tasks and reduce procrastination 

(Wang et al., 2020).  

Team-building activities are widely recommended in literature to combat the 

telecommuter’s social isolation and create opportunities for more frequent formal and informal 

interaction between members (Wang, Albert and Sun, 2020). Organizations rely on 

“networking” events with the explicit or implicit aim of improving team effectiveness and 

cohesion, reducing communication gaps between members that don´t trust each other yet. 

However, authors such as Matous, Pollack and Helm (2021) raised that such activities conducted 

indiscriminately without being backed by empirical evidence do not necessarily lead to more 

collaboration, indeed it can be counterproductive and cause distress and a waste of productivity 

among employees. 

2.2.3 Trust, flexibility, and E-Leadership. 

There is a consensus in telework literature that a successful telework program depends 

more on leadership than technology  (Beauregard, Basile and Canonico, 2019). Despite this, 

literature also argues that leaders who make effective use of tools and have mastered the use of 

communication technology are more likely to manage more successful virtual teams (Hambley, 

O’Neill and Kline, 2007).  

Though digitalization is a key component in teleworking policies, there is also evidence 

that digital tools can discourage decentralized management and flat organization structure. They 

can lead to a digitalization trap where top managers are empowered to intervene more frequently 
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in day-to-day operations and therefore lead to lower levels of creativity among employees (Nell 

et al., 2021).   

In contrast, some authors such as Vieira da Cunha, Pianese and Errichiello, (2020) 

concluded in their research that in remote work environments there is a tension and paradox in 

the directive and delegative control. Delegative control practices such as strengthening 

organizational culture and trust, do not emerge on their own and need to be enforced by a 

managerial intervention which at the same reduces the perceived sense of autonomy by 

employees  (Vieira da Cunha, Pianese and Errichiello, 2020, p.3). 

Recent research also found a positive correlation between confidence and psychological 

security, especially in the context of job changes and global crises. Employees who experienced 

a high level of emotional support and flexibility also reported positive psychological outcomes, 

while employees whose managers demonstrated micromanagement behaviours and a lack of 

trust admitted suffering fear and anxiety (Lee, 2021, p.118). 

In line with these findings, a study examining the relationship between leadership styles 

and telecommuter turnover intention reported that inappropriate leadership behaviours among 

supervisors and managers can lead to higher turnover rates. As teleworkers desire higher levels 

of autonomy, trust, and flexibility, they prefer less oversight and direction by their manager and 

hence laissez-faire leaders seems to be a better fit (Overbey, 2013). 

 Stoker et al's (2021) research aiming to measure changes in leadership behaviours during 

COVID-19 concluded that, although the managers perceived a significant change in their 

behaviour such as being less controlling and delegating more, employees did not perceive a 
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change in the delegation of tasks. Indeed, those who are supervised at the lower management 

level reported even a decrease in the delegation of responsibilities (Stoker, Garretsen and 

Lammers, 2021).  

This dissertation is among the first to investigate if these conclusions can be extrapolated 

to countries like Ireland, and how these imposed telework organizational changes have affected 

the well-being of workers. 
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2.3 The future of telework 

In brief, the COVID-19 pandemic has caused a dramatic shift in the work environment 

and has forced organizations and employees to adapt quickly to the new virtual work 

environment. It has shattered the belief that employees cannot work efficiently and effectively 

from home but it also provides evidence of challenges that can arise in the process (Braier et al., 

2021).  

 Bojovic, Benavides and Soret (2020) argue that even evidence of teleworking practices 

yields positive examples, ideally, employees should be able to decide where and to what extent 

they desire to telework. Therefore, they suggest that this practice should be done voluntarily, as 

in certain cases, it can lead to a burden on work-life balance for some employees. 

 Pataki-Bittó and Kapusy, (2021) also suggest in their research that although fully remote 

working arrangements can be cost-saving for organizations, they may not be optimal for certain 

employees, particularly the youngest employees. Therefore, autonomy, employee recognition, 

social cohesion, and supportive work culture are important organizational values that companies 

should take into account to transform future work environments and encourage flexible work 

arrangements specially to attract and retain Generation Z talent.  

 While government and companies still adjusting to the virtualization of work, emerging 

trends and studies suggest the benefits of implement hybrid methods. Adaptative workplaces can 

combine the best of both the onsite and online world, and employees and teams can shift as 

needed based on the nature of the work or where employees are more productive (Braier et al., 

2021) 
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2.4 Aim of Study 

The current study investigates the relationships between the organizationally derived 

support, and some important telework outcome variables such as perceived job performance, 

work-life balance, social isolation, and job satisfaction, in the context of teleworking during the 

COVID-19 pandemic in Ireland. As has been discussed throughout the literature review, 

previous research has already studied some of these relationships. However, the present study 

contributes to the literature in the following ways: 

 First, many previous studies have tried to explain, for example, how telecommuting 

intensity affects variables like job performance or job satisfaction where work characteristics 

were considered moderators, meaning previous literature was focused on identifying what kind 

of roles were more optimal for remote working. And although there is extensive literature 

available on organizational support, they mainly study how different factors affect employee 

perceptions about the support received. Very little evidence has been published about how each 

dimension of organizational factors can indeed influence different telework outcomes (Bentley et 

al., 2016; Carillo et al., 2020). In other words, in most cases telework has been studied as an 

independent variable rather than as a context (Wang et al., 2020). Thus, one of the most 

important contributions of this study is that it frames teleworking as a context, focusing on the 

relationship between organizational factors and teleworking experiences during COVID-19. 

Second, while evaluating organizationally derived support, most of the studies focus on a 

single dimension whereas it is more valuable to apply a holistic approach to understand how 

each feature affects the rest of the variables (Errichiello and Pianese, 2021). Following the 
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literature review, the variable has been broken into multiple dimensions to measure support 

received from managers (leadership), colleagues (collaborative capability) and the organization.  

 Finally, previous research has captured perceptions on teleworking as a flexible and 

voluntary arrangement. As the COVID-19 pandemic is still ongoing, studies that analysed 

organizational responses and outcomes related to the generalized and forced context of 

teleworking during the crisis are currently rare and extremely limited (Stoker, Garretsen and 

Lammers, 2021). And in any case, due to the unique circumstances of each country dealing with 

the crisis, findings should be extrapolated with caution to other economies (Carillo et al., 2020). 

 Hence, this study not only aims to clarify the aforementioned relationships between 

organizationally derived support and telework outcomes, but a secondary objective is to inquire 

about the perceived need by employees to receive specific training in teleworking skills, and the 

need for their companies to receive advice to develop better telework policies. Therefore, this 

study explores the evolution of teleworking in Ireland, the insights of which could potentially be 

useful to government and academic institutions in developing initiatives and programs aimed at 

facilitating and promoting best practices for effective management of virtual teams and projects. 

2.4.1 Hypotheses. 

With the overarching goal of understanding the relationship between organizationally 

derived support during telework and employee outcomes, the current research proposed 
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hypotheses from H1 to H12, which were graphically represented in 

 

Figure 1: Graphical representation of the research model and whose rationale is 

described below: 

Job performance: The first block of hypotheses aims to analyse the relationship between 

the organizationally derived support and job performance. As reviewed, the discussion about the 

effects of teleworking on productivity and job performance is the order of the day in the 

academic literature with both supporters and opponents. However, some authors suggest that job 

performance not only depends on the individual productivity of teleworkers but also the social 

supportive environment (Golden and Gajendran, 2019) and organizational context (Lippe and 

Lippényi, 2020). Indeed recent studies show that support from the organization, particularly in 

this context of teleworking, helps teleworkers to deal with the stress, experiencing less 
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procrastination and reporting higher levels of perceived job performance (Wang et al., 2020). 

Therefore, the following hypotheses are formulated: 

H1: Perceived organizational support has an effect on teleworkers’ job performance 

H2: Collaborative Capability has an effect on teleworkers’ job performance  

H3: E-leadership has an effect on teleworkers’ job performance  

Social and professional isolation: The second block of hypotheses aims to analyse the 

relationship between the organizational factors of telework and the perceived social and 

professional isolation. As literature has previously indicated, many studies support that telework, 

and more specifically, the extension of telework, negatively affects employee perceptions of 

social support. In contrast, this dissertation is interested in how organizationally derived support 

during the period of teleworking can reduce some negative outcomes of telework. In this stream, 

authors such as Bentley et al., (2016) suggest that organizational and social support can help the 

employee overcome feelings of isolation during the teleworking period. Indeed, teleworkers who 

perceive sufficient social support also receive it, so the following hypotheses are proposed: 

H4: Perceived organizational support has an effect on teleworkers’ social and 

professional isolation 

H5: Collaborative Capability has an effect on teleworkers’ social and professional 

isolation 



35 

 

H6: E-leadership has an effect on teleworkers’ social and professional isolation 

Job satisfaction: The third block of hypotheses will analyse whether there are 

relationships between organizational factors in teleworking and perceived job satisfaction. Some 

studies have empirically tested the effects of organizational support not only for enhancing the 

teleworker-environment fit, but also to ensure teleworkers’ satisfaction (Bentley et al., 2016; 

Errichiello and Pianese, 2021). Hence the following hypotheses will be tested: 

H7: Perceived organizational support affects teleworkers’ job satisfaction. 

H8: Collaborative Capability affects teleworkers’ job satisfaction. 

H9: E-leadership has an effect on teleworkers’ job satisfaction. 

Work-life balance: The last block of hypotheses aims to analyse the relationship between 

organizationally derived support and teleworkers’ life balance. Again, the literature is not 

consistent with whether teleworking in general leads to higher levels of work-life balance or 

more conflicts. However, recent research concludes that, especially in the contexts of the 

COVID-19 pandemic, and for those teleworkers with less experience teleworking, the lack of 

organizational support, for example, lack of IT support, can interfere with the employee's work-

life balance and work stress (Irawanto, Novianti and Roz, 2021). Indeed Contreras, Baykal and 

Abid, (2020) argue that technological, managerial, and peer support can help teleworkers 

overcome the negative impacts of teleworking, helping to mitigate work-family conflicts. Also, 

some authors argue that social support can also provide resources to face challenges in family 
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interactions, reducing work-life conflicts as well (Kossek and Lautsch, 2017). Therefore, the 

following hypotheses are proposed: 

H10: Perceived organizational support has an effect on teleworkers’ work-life balance. 

H11: Collaborative Capability has an effect on teleworkers’ work-life balance. 

H12: E-leadership has an effect on teleworkers’ work-life balance. 

 

Figure 1: Graphical representation of the research model. Source: own elaboration 

Finally, similar studies conclude that previous experience of teleworking before the 

coronavirus pandemic has been a relevant variable to predict teleworking outcomes (Carillo et 

al., 2020). Thus, this research through the hypotheses from H13 to H19 predicts that veteran 
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teleworkers and new teleworkers will differ in their perceptions of organizational derived support 

and telework outcomes: 

H13: There will be differences in the distribution of organizational support across 

categories of new teleworkers and veteran teleworkers. 

H14: There will be differences in the distribution of collaborative capability across 

categories of new teleworkers and veteran teleworkers. 

H15: There will be differences in the distribution of E-leadership across categories of 

new teleworkers and veteran teleworkers. 

H16: There will be differences in the distribution of job performance across categories of 

new teleworkers and veteran teleworkers. 

H17: There will be differences in the distribution of social and professional isolation 

across categories of new teleworkers and veteran teleworkers 

H18: There will be differences in the distribution of job satisfaction across categories of 

new teleworkers and veteran teleworkers 

H19: There will be differences in the distribution of work-life balance across categories 

of new teleworkers and veteran teleworkers 
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3 METHOD 

3.1 Participants 

The study population comprised employees with teleworking experience in Ireland. 

People employed in the Irish economy was around 2.29 million in Q3 2020 (Central Statistics 

Office. Labour Force Survey (LFS) Quarter 3 2020, 2020). The research is based on a primary 

dataset. Due to feasibility reasons, participants were selected through a conveniently available 

pool of respondents, and non-probability sampling was applied in this research. Participants were 

included if they were between 18 and 65 years of age, have teleworking experience before or 

during the pandemic and provided informed consent. In total 108 responses were collected 

between August and September 2021 using a self-administered online questionnaire. Participants 

were recruited through post on social media such as LinkedIn or Facebook and instant message 

in internal groups of students from Dublin Business School and Institute of Technology Sligo. 

Three cases were excluded because they reported non-experience teleworking, but no cases were 

excluded due to missing data. Of these 105 participants there were 44.8% (n=47) female and 

55.2% (n=58) male. Finally, participants were assigned to two subgroups: new teleworkers 

(n=60) and veteran teleworkers (n=45), according to their experience teleworking before the 

pandemic. 
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3.2 Design 

This study was cross-sectional and quantitative research based on primary data. The data 

was gathered using a self-administered online questionnaire that collected demographic 

questions, organizational support factors, teleworking outcomes, and perceived need for 

teleworking training.  

Demographic variables extracted as categorical independent variables were gender, age, 

education, role, sector, and teleworking experience. Descriptive statistics were applied to 

demographic variables to summarize the characteristics of the data set. 

Perceived organizationally derived supports were extracted as ordinal independent 

variables. Telework outcomes were measured as dependent ordinal variables. Relationships 

between independent and dependent variables were tested using bivariate correlations Spearman 

on the full sample. Finally, participants were assigned to two subgroups: new teleworkers or 

veteran teleworkers, according to their experience teleworking before the pandemic. Finally 

differences between new teleworkers and veteran teleworkers were explored using the Mann-

Whitney U test. 

3.3 Materials & Apparatus 

The online questionnaire, facilitated through Google Forms, was designed, and 

administered measuring teleworks organizational factors, telework-related outcomes and 

perceived need for telework training. See Table 2: Constructs and reliability values for a 

summary of the scale items and find the full copy of the questionnaire in Appendix A. Measures 
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used in the questionnaire are detailed below, with examples of scale items provided where 

appropriate.  

3.3.1 Demographics questions. 

In the first section of the questionnaire, using multiple force choice questions, 

participants were requested to self-report demographics factors: age, sex, level of education, 

occupation, sector, and experience teleworking.  

3.3.2 Telework organizational factors. 

Telework organizational factors were operationally defined in terms of management 

culture in place and the support for the remote work arrangement. Items from three separate 

scales were used to measure perceived organizational support, collaborative capability, and e-

leadership. All of those items were measured using a 5-point Likert scale ranging from 1 

(strongly disagree) to 5 (strongly agree): 

Perceived organizational support: it was measured using three items of the Positive 

Organizational Support scale (Eisenberger et al., 1986; α=.96). The Positive organizational 

support scale has a good internal consistency, with a Cronbach alpha coefficient reported of .79. 

An example: “The organization cares about my general satisfaction at work”. These support 

mechanisms not only included the perceived positive organizational support but also the 

appropriateness of established tools and technologies and the education system measured using 

three items from the scale developed by Lurey and Raisinghani, (2001) with a Reliability 
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coefficient or .79 and .73 respectively. An example item is as follows: “When teleworking I am 

equipped with adequate tools and technologies to perform my tasks”. 

Collaborative capability: four items were selected from a scale developed by Lurey and 

Raisinghani, (2001) with .82 reliability coefficient to measure team member relations and team 

process. An example item is as follows: “Team members experience a sense of shared goals and 

objectives”.  

e-Leadership: Items from two scales included the assessment of manager trust and 

executive leadership style. Trust by manager was measured using one item from a scale 

developed by Baker, Avery and Crawford (2006) and later used by Bentley et al., (2016) (α= 

.82). An example item is as follows: “My manager worries that I am not getting the job done 

when I work from home”. On the other hand, four items were selected from the scale developed 

by Lurey and Raisinghani, (2001) with .83 reliability coefficient to measure executive leadership 

style. An example of an item is: “I am encouraged by my manager to take initiative and 

participate in important decisions”.  

3.3.3 Telework-related outcomes. 

Telework-related outcomes were operationally defined in terms of job performance and 

employee's feelings and behaviours, which are influenced by the job (Mann, 2003). Items from 

five separate scales were used to measure job performance, work-life balance, social and 

professional isolation, and job satisfaction. All of those items were measured using a 5-point 

Likert scale ranging from 1 (strongly disagree) to 5 (strongly agree): 
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Job performance: three items were selected from a scale developed by Grant et al., (2019) 

with a factor determinacy score of .90 to measure perceived effectiveness and productivity. An 

example item is as follows: “When teleworking I can concentrate better on my work tasks”.  

Work-life balance: Items from two scales included the assessment of work-life balance 

and work-life interference. Two items were selected from the scale developed by Lurey and 

Raisinghani, (2001) with a factor determinacy score of .93 reliability coefficient to measure 

Work-life balance. An example item is as follows: “I am happy with my work-life balance when 

teleworking remotely”. Two items from an adapted scale created by Delanoeije, Verbruggen and 

Germeys, (2019) later used by Bhattacharya and Mittal, (2020) were selected to measure Work-

to-Home conflict (α=.94) and Home-to-Work conflict (α=0.85). An example item is as follows: 

“The hours spent on tasks related to job interfere with my commitments at home”.  

Social and professional isolation: loneliness perceptions were measured using three items 

from a scale developed by Golden, Veiga and Dino, (2008) later used by Bentley et al., (2016) 

(α= 0.91). An example item is as follows: “I feel left out on activities and meetings that could 

enhance my career”.  

Job satisfaction: Employee affective response to their job and turnover intentions were 

measured using three items contained in the Michigan Organizational Assessment Questionnaire 

developed by Cammann et al., (1979) (α=.85). An example item is as follows: “All in all, I am 

satisfied with my job”.  
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3.3.4 Perceived need for telework training. 

Finally, the perceived need to receive training in telework skills and techniques will be 

assessed through three own purpose-built Yes / No questions. Items include: “Do you think that 

your company would need counselling to implement a better teleworking organizational 

process?” 
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Table 2: Constructs and reliability values 

Operational 

Measurement 

Framework 

Dimensiona

lity of latent 

constructs 

Indicator 

Question

naire 

mapping 

Measurement Items 
Validated scale(s) used and 

Reliability 

Perceived 

organizational 

support 

Appropriate

ness of 

Technology 

OS1 Q.8 

When teleworking I am equipped with 

adequate tools and technologies to perform 

my tasks 
Virtual team survey (Lurey and 

Raisinghani, 2001) Reliability 

coefficient = .79 
OS2 Q.9 

The electronic method we use to 

communicate with one another are effective 

Appropriate

ness of 

education 

system  

OS3 Q.10 
I receive sufficient training from the 

organization to develop my core skills. 

Virtual team survey (Lurey and 

Raisinghani, 2001) Reliability 

coefficient = .73 

Positive 

Organisation

al Support 

OS4 Q.11 
Help is available from the organization when 

I have a problem. 

Positive Organisational Support 

scale (Eisenberger et al., 1986) 

α=.96 

OS5 Q.12 
The organization cares about my general 

satisfaction at work 

OS6 Q.13 

The organization would grant a reasonable 

request for a change in my working 

conditions. 

Collaborative 

capability 

Team 

member 

relations and 

team process 

CC1 Q.14 
Team members experience a sense of shared 

goals and objectives 

Virtual team survey (Lurey and 

Raisinghani, 2001) Reliability 

coefficient = .82 

CC2 Q.15 

Time is dedicated to developing social 

relations as well as addressing business 

issues during online conferences 

CC3 Q.16 
Team members trust one another and will 

consult each other if they need support 

CC4 Q.17 

Knowledge and information sharing is 

understood to be a group norm within my 

team 
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e-Leadership 

Trust by 

manager  
EL1 Q.18 

My manager worries that I am not getting the 

job done when I work from home. (Rev) 

Scale developed by Baker, Avery 

and Crawford (2006) and later 

used by Bentley et al., (2016) α= 

.82 

Executive 

leadership 

style 

EL2 Q.19 
My manager makes sure team members have 

clear goals to achieve 

Virtual team survey (Lurey and 

Raisinghani, 2001) Reliability 

coefficient = .83 

EL3 Q.20 
My manager keeps individuals working 

together as a team 

EL4 Q.21 

I am encouraged by my manager to take 

initiative and participate in important 

decisions 

EL5 Q.22 

The organization's leaders are competent 

with and serve as positive role models in the 

use of our communication technologies 

Job 

performance 

Perceived 

performance 

and 

employee 

development 

JP1 Q.23 

Teleworking makes me more effective to 

deliver against my key objectives and 

deliverables Scale developed by Grant et al., 

(2019). Factor determinacy score 

= .90 
JP2 Q.24 

When teleworking I can concentrate better on 

my work tasks 

JP3 Q.25 
My overall job productivity has increased by 

my ability to telework remotely/from home 

Employee 

wellbeing 

Work-to-

Home 

conflict or 

WTHC 

WLB1 Q.26 

The hours spent on tasks related to job 

interfere with my commitments at home 

(Rev) 

Scale created by Delanoeije, 

Verbruggen and Germeys, (2019) 

later used by Bhattacharya and 

Mittal, (2020) α=.94 

Home-to-

Work 

conflict or 

HTWC 

WLB2 Q.27 
I sometimes interrupt my work to meet home 

requirements (Rev) 

Scale created by Delanoeije, 

Verbruggen and Germeys, (2019) 

later used by Bhattacharya and 

Mittal, (2020) α=0.85 

Work-life 

balance 
WLB3 Q.28 

Constant access to work through teleworking 

is very tiring (Rev) 

Virtual team survey (Lurey and 

Raisinghani, 2001) Reliability 
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WLB4 Q.29 
I am happy with my work life balance when 

teleworking remotely 

coefficient = .93 

Social 

Isolation 

Loneliness 

and isolation 

SPI1 Q.30 
When teleworking I feel left out on activities 

and meetings that could enhance my career 
Scale developed by Golden, 

Veiga and Dino, (2008) later 

used by Bentley et al., (2016) α= 

0.91 

SPI2 Q.31 
When teleworking I miss informal interaction 

with others 

SPI3 Q.32 When teleworking I feel isolated 

Job 

satisfaction 

Employee 

affective 

response to 

their job  

JS1 Q.33 All in all, I am satisfied with my job 

Michigan Organizational 

Assessment Questionnaire 

(Cammann et al., 1979) α=.85 

JS2 Q.34 
In general, I like working in my organisation 

Turnover 

intentions 
JS3 Q.35 

I often think about quitting (Rev) 
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3.4 Procedure 

Potential participants were invited to participate in the survey online using Google Forms 

(https://www.google.es/intl/es/forms/about/). Participant experience in the research followed a 

four-step procedure. For full instructions and details, see Appendix A: Questionnaire. 

1. Instructions to participants: The first section of the online questionnaire “About the 

project”, informed participants that the purpose of this study is to investigate whether the 

Irish business market has been able to establish adequate teleworking policies during the 

COVID-19 crisis that facilitate access to telework, promoting the well-being of its 

employees and adapting its management system. It also mentioned that the questionnaire 

would take approximately 6-10 minutes to be completed. 

In the “Data protection” section, participants are informed that data collected as part of 

the questionnaire will be fully anonymous and confidential and information will be used 

exclusively for academic purposes. 

Finally, in the section risk and benefits, respondents are informed that there will be no 

risks posed to participants in this study, either physical or psychological. Additionally, 

the survey will provide participants with a link to the official HSE (Health Service 

Executive) website in case they want to know more about the resources and services 

available to support employee health and well-being in the workplace. 

2. Informed consent: In the “consent form” section, respondents confirm that they have read 

and fully understood the information provided and indicate their willingness to 

https://www.google.es/intl/es/forms/about/
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participate by ticking the appropriate box: “I voluntarily agree to take part in this research 

study”. 

3. Survey: The survey consisted of multiple-choice questions regarding demographic 

characteristics, Likert scale questions measuring teleworks organizational factors and 

telework-related outcomes, and Yes / No questions to assess the perceived need to 

receive training in telework skills and techniques.  

4. Thank You Note: Following completion of the survey, participants were given a written 

debriefing and were thanked for their participation. 

3.5 Ethics 

As mentioned before in the Participants section, the target population did not belong to a 

vulnerable group. Before answering the survey´s questions, participants expressed informed 

consent and were informed that they could withdraw from the study at any point before the final 

submission. Participants were welcomed to raise their questions and concerns about the study by 

email.  Tokens, URLs, or IP address tracking was not used. Data were treated anonymously and 

confidentially, and participants’ privacy was guaranteed. Copy of the ethics statement can be 

found on Appendix A: Questionnaire. 

3.6 Data Analysis 

In total 105 valid responses were collected, and data were coded and analysed using the 

software IBM-SPSS, short for Statistical Package for the Social Sciences. First, descriptive 

statistics were performed to understand the characteristics of the sample, summarize the 

information, and illustrate numerically and graphically data patterns. Subsequently, after 
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checking the reliability of the scales, inferential statistics were carried out using Spearman's 

correlation to assess relationships between variables and test the hypotheses.  
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4 RESULTS 

4.1 Descriptive statistics 

The study achieved a total sample of 105 respondents. Of these, there were 47 females 

(44.8%) and 58 males (55.2%). See Table 3: Descriptive statistics of gender.  

5 respondents were between 18-24 years old, which is 4.8% of the sample. Most of the 

population surveyed (80%) was between 25-44 years old, reporting 56 responses (53.30%) for 

the 25-34 years old range and 28 responses (26.70%) for the 35-44 years old range. 12 

participants (11.4%) were within the age group of 45-54 years old, while the 55-64 years old 

group was made up of 4 responses, which are 12.3% of the overall people surveyed. See Table 4: 

Descriptive Statistics for Age. 

Table 3: Descriptive statistics of gender 

Variable Frequency Percent Valid Percent Cumulative Percent 

Female 47 44.80 44.80 44.80 

Male 58 55.20 55.20 100 

Total 105 100 100   

 

Table 4: Descriptive Statistics for Age 

Variable Frequency Percent Valid Percent Cumulative 

Percent 

18-24 years old 5 4.8 4.8 4.8 

25-34 years old 56 53.3 53.3 58.1 

35-44 years old 28 26.7 26.7 84.8 

45-54 years old 12 11.4 11.4 96.2 
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55-64 years old 4 3.8 3.8 100 

Total 105 100 100   

In total, 92.4% of people surveyed possessed a third level qualification: 51.4% a master’s 

degree, 38.1% a bachelor’s degree, and 2.9% a doctorate, in comparison to the proportion 

educated to secondary level, at 4.8%. See Table 5: Descriptive statistics for education level. 

As can be observed in Table 6: Descriptive statistics for the role in the organization, the 

sample represents all organizational levels, with 3.8% support staff, 5.7% supervisors’ levels, 

20% consultants, 17.1% administrative staff and 29.5% managers, among others. 

Table 5: Descriptive statistics for education level 

  Frequency Percent Valid 

Percent 

Cumulative 

Percent 

Secondary education 5 4.8 4.8 4.8 

Third level education: Bachelor’s degree (e.g., 

BA, BS) 

40 38.1 38.1 42.9 

Third level education: Postgraduate Degree or 

Master's degree (e.g. MA, MS, MEd) 

54 51.4 51.4 94.3 

Third level education: Doctorate (e.g., PhD, 

EdD) 

3 2.9 2.9 97.1 

Other 3 2.9 2.9 100 

Total 105 100 100   

 

Table 6: Descriptive statistics for the role in the organization 
 

Frequency Percent Valid Percent Cumulative Percent 

Student/Internship 3 2.9 2.9 2.9 

Researcher 1 1 1 3.8 
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Consultant 21 20 20 23.8 

Skilled Labourer 13 12.4 12.4 36.2 

Support Staff 4 3.8 3.8 40 

Administrative Staff 18 17.1 17.1 57.1 

Supervisor 6 5.7 5.7 62.9 

Manager 31 29.5 29.5 92.4 

Other 8 7.6 7.6 100 

Total 105 100 100 
 

The Table 7: Descriptive statistics for the sector of the organization shows a wide range 

of sectors represented in this study. However, respondents mainly came from Financial and 

Insurance Services (15.20%), Engineering or manufacturing (21%) and Computing, Information 

Media and Telecommunications (23.8%). 

Table 7: Descriptive statistics for the sector of the organization 
 

Frequency Percent Valid 

Percent 

Cumulative 

Percent 

Financial and Insurance Services 16 15.2 15.2 15.2 

Education and Training 6 5.7 5.7 21 

Professional, Scientific and Technical 

Services 

10 9.5 9.5 30.5 

Engineering or manufacturing 22 21 21 51.4 

Computing, information Media and 

Telecommunications 

25 23.8 23.8 75.2 

Administrative and Support Services 4 3.8 3.8 79 

Public Administration and Safety 3 2.9 2.9 81.9 

Retail 3 2.9 2.9 84.8 

Health Care and Social Assistance 4 3.8 3.8 88.6 

Other 12 11.4 11.4 100 

Total 105 100 100 
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Figure 2: Pie charts - frequency teleworking before Coronavirus crisis reflects that 

57.14% of the respondents had never teleworked before the pandemic. Of those who affirmed to 

have teleworked previously, 23.81% did it only occasionally, 13.33% regularly between 1-2 days 

a week, and only 5% teleworked every day. 

 

Figure 2: Pie charts - frequency teleworking before Coronavirus crisis 

Figure 3: Pie charts - perceived need for counselling shows that 49.52% of teleworkers 

consider that their company would need consulting to develop better telework policies while 

63.81% of teleworkers consider that receiving more training in teleworking skills could improve 

their well-being and productivity, as can be observed in Figure 4: Pie chart - perceived need for 

teleworking training. 
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Figure 3: Pie charts - perceived need for counselling  
 

 
Figure 4: Pie chart - perceived need for teleworking training 

Next, some variables will be represented graphically to comment on some initial 

conclusions before carrying out further statistical studies. As can be seen in Figure 5: Bar chart - 

perceived organizational support according to previous experience teleworking and gender, 

those teleworkers used to telework every day before the pandemic seem to report a greater 

perception of organizational support. There does not appear to be evidence of a difference in 

terms of gender. However, differences between new and veteran telecommuters will be studied 

statistically in the next section to understand if they are relevant. 
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Figure 5: Bar chart - perceived organizational support according to previous experience 

teleworking and gender 

 

The graph presented below suggests that females had higher perceived social isolation 

scores than males and that this difference is more pronounced among the younger (18-24 years 

old) and older (55-64 years old) age groups. See Figure 6: Bar chart - perceived social and 

professional isolation according to age and gender. 
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Figure 6: Bar chart - perceived social and professional isolation according to age and gender 

 

Taking a closer look at the variable “perception of feelings of social and professional 

isolation”, it appears that again, those who declared experiencing telecommuting every day 

before the pandemic reported less feeling of isolation. See Figure 7: Bar chart – perceived social 

and professional isolation according to previous experience teleworking and gender 
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Figure 7: Bar chart – perceived social and professional isolation according to previous 

experience teleworking and gender 

 

Again, analysing Figure 8: Bar chart - perceived job satisfaction according to previous 

experience teleworking and gender, it can be observed that greater experience teleworking 

before the pandemic is related to greater perceptions of job satisfaction. While both men and 

women who had no previous experience teleworking show the lowest mean of job satisfaction.  
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Figure 8: Bar chart - perceived job satisfaction according to previous experience teleworking 

and gender 

 

Finally, analysing Figure 9: Bar chart - perceived collaborative capability according to 

company role and Figure 10: Bar chart - perceived job performance according to company role, 

it can be observed that supervisors, managers and researchers reported a lower perception of 

collaborative capacity and lower perceptions of job performance. This conclusion seems to be in 

line with those obtained during the literature review about the initial resistance of managers to 

telework policies. 
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Figure 9: Bar chart - perceived collaborative capability according to company role 

 

 

 

Figure 10: Bar chart - perceived job performance according to company role 
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4.1.1 Tests of normality. 

In order to assess the normality of the distribution, as the sample size is 105 observations, 

Kolmogorov-Smirnov statistics were performed. A sig. value of less than 0.05 for all variables 

indicates a violation of the assumption of normality. See Table 8: Tests of Normality. Thus, 

variables of this study will be analysed using non-parametric statistics.   

Table 8: Tests of Normality 

  Kolmogorov-Smirnova Shapiro-Wilk 

Statistic df Sig. Statistic df Sig. 

Total Organizational Support 0.114 105 0.002 0.955 105 0.001 

Total collaborative Capability 0.120 105 0.001 0.948 105 0 

Total E-leadership 0.092 105 0.028 0.969 105 0.014 

Total Perceived Job Performance 0.099 105 0.012 0.956 105 0.001 

Total Work-life Balance 0.092 105 0.030 0.964 105 0.006 

Total Social and Professional isolation 0.127 105 0 0.965 105 0.008 

Total Job Satisfaction 0.127 105 0 0.934 105 0 

a. Lilliefors Significance Correction 

4.1.2 Reliability Statistics. 

Reliability statistics were applied to variables scales. As can be observed in which aim to 

study the relationships between support derived from the organization and work-life balance, 

should be interpreted with caution. 

Table 9: Cronbach alphas, means and standard deviations for variable scales, 6 of the 7 

scales yielded optimal Cronbach´s alpha values. In particular, perceived job performance with 

α=.910 shows very strong reliability. Scales related to perceived organizational support, 
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collaborative capability, and job satisfaction (with alpha values of .849 .858 and .846 

respectively) indicates high reliability as well. Two of the scales, e-leadership (α=.770) and 

social and professional isolation (α=.730) had moderate reliability alpha values but above the 

generally accepted value of about .70.  Finally, the work-life balance scale presented an 

unreliable score, with a Cronbach coefficient of .481, therefore Hypothesis 10, 11 and 12, which 

aim to study the relationships between support derived from the organization and work-life 

balance, should be interpreted with caution. 

Table 9: Cronbach alphas, means and standard deviations for variable scales 

Variable Scales Cronbach's 

Alpha 

Cronbach's 

Alpha Based on 

Standardized 

Items 

N of 

Items 

Mean Variance Std. 

Deviation 

Organizational 

Support 

0.849 0.845 6 22.52 25.079 5.008 

Collaborative 

Capability 

0.858 0.861 4 14.82 13.130 3.624 

E-leadership 0.770 0.767 5 18.28 17.106 4.136 

Perceived Job 

Performance 

0.910 0.911 3 10.46 9.693 3.113 

Work-life Balance 0.481 0.477 4 12.74 9.270 3.045 

Social and 

Professional isolation 

0.730 0.729 3 10.15 8.650 2.941 

Job Satisfaction 0.846 0.864 3 11.09 9.271 3.045 
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4.1.3 Preliminary Analyses for Correlation. 

Before performing the correlation analysis, scatterplots were generated to get a better 

understanding of the nature of the relationship between variables. 

Observing Figure 11: Scatterplot Job performance - Organizational Support’s upward 

trend indicates a positive relation; however, distribution of data points suggests very low or non-

relationship between both variables.  

 
Figure 11: Scatterplot Job performance - Organizational Support 

Looking at Figure 12: Scatterplot Job Performance - Collaborative Capability dispersion 

of data points indicates a positive but weak relationship between both variables, hence, 

teleworkers that indicate a higher collaborative capability in their work seem to experience 

higher levels of job performance. 
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Figure 12: Scatterplot Job Performance - Collaborative Capability 

Looking at Figure 13: Scatterplot Job Performance - E-leadership’s trend in datapoints 

indicates a positive pattern. Nevertheless, dispersion of datapoints suggest very low or non-

relationship between both variables.  

 

Figure 13: Scatterplot Job Performance - E-leadership 

Looking at Figure 14: Scatterplot Social Isolation - Organizational Support indicates 

negative relation, and hence suggests that more perceived organization support might result in a 

reduction of social and professional feelings of isolation. Nevertheless, the spread of data points 

indicates a weak or low negative correlation.  
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Figure 14: Scatterplot Social Isolation - Organizational Support 

Surprisingly, looking at Figure 15: Scatterplot Social Isolation - Collaborative 

Capability’s distribution of data points does not seem to follow any kind of pattern, therefore 

suggesting no relationship between both variables. 

 

Figure 15: Scatterplot Social Isolation - Collaborative Capability 

Again, observing Figure 16: Scatterplot: Social Isolation - E-leadership the datapoint 

dispersion is all over the place, not following any particular pattern, suggesting no relationship 

between both variables. 
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Figure 16: Scatterplot: Social Isolation - E-leadership 

The pattern of dots on Figure 17: Scatterplot Job satisfaction - Organizational Support 

determines a clearer positive but moderate relationship, so as perceived organizational support 

increases, there is an increase in job satisfaction also.  

 

Figure 17: Scatterplot Job satisfaction - Organizational Support 

Observing Figure 18: Scatterplot Job Satisfaction - Collaborative Capability points are 

arranged in a narrow cigar shape showing an uphill pattern, which indicates a positive moderate 

relationship between both variables. 
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Figure 18: Scatterplot Job Satisfaction - Collaborative Capability 

The pattern of dots on Figure 19: Scatterplot Job Satisfaction - E-leadership suggest a 

moderate positive relationship, hence teleworkers that indicate a higher level of e-leadership 

skills among their managers seems to experience higher levels of job satisfaction 

 

Figure 19: Scatterplot Job Satisfaction - E-leadership 

Looking at Figure 20: Scatterplot Work-life balance - Organizational Support shows a 

moderate positive linear association between variables suggesting therefore that higher 

perceptions of organizational support could lead to better work-life balance. 
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Figure 20: Scatterplot Work-life balance - Organizational Support 

In Figure 21: Scatterplot Work-life balance - Collaborative capability it can be observed 

that the pattern of dots follows a positive line suggesting a weak/moderate relationship between 

both variables. Thus, higher levels of collaborative capability seem to be related to better 

perceptions of work-life balance among teleworkers.  

 

Figure 21: Scatterplot Work-life balance - Collaborative capability 

Finally, looking at Figure 22: Scatterplot Work-life balance - E-leadership the upward 

trend indicates a positive relation; however, the distribution of data points suggests a very low or 

non-association between both variables. 
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Figure 22: Scatterplot Work-life balance - E-leadership 

 

4.2 Inferential statistics 

4.2.1 Bivariate Correlation – Spearman. 

Table 10: Results of Spearman correlation among variables and 
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Figure 23: Graphical representation of the results of the research model shows the 

correlation between the independent variables (organizational support, collaborative capability, 

and e-leadership) and the dependents variables (job performance, professional and social 

isolation, job satisfaction and work-life balance). Due to the nondirectional nature of the 

hypotheses and to study effects in both directions, a two-tailed hypothesis test was applied. 

Correlations and relationships between the variables are explained below: 

 

Table 10: Results of Spearman correlation among variables 

    

Total 

Organizational 

Support 

Total 

Collaborative 

Capability 

Total E-

leadership 

Total Perceived Job 

Performance 

Correlation Coefficient 0.190 0.262** 0.128 

Sig. (2-tailed) 0.052 0.007 0.194 

N 105 105 105 

Total Social and 

Professional 

Isolation 

Correlation Coefficient -0.196* -0.148 -0.136 

Sig. (2-tailed) 0.046 0.131 0.168 

N 105 105 105 

Total Job 

Satisfaction 

Correlation Coefficient 0.543** 0.595** 0.579** 

Sig. (2-tailed) 0 0 0 

N 105 105 105 

Total Work-life 

balance 

Correlation Coefficient 0.271** 0.309** 0.229* 

Sig. (2-tailed) 0.005 0.001 0.019 

N 105 105 105 
**. Correlation is significant at the .01 level (2-tailed). 

*. Correlation is significant at the .05 level (2-tailed). 
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Figure 23: Graphical representation of the results of the research model. Source: own elaboration. 
**. Correlation is significant at the .01 level (2-tailed). 
*. Correlation is significant at the .05 level (2-tailed). 
 

Hypothesis 1: 

H1: Perceived organizational support has an effect on teleworkers’ job performance 

among teleworkers. 

H0: Perceived organizational support does not affect the teleworkers’ job performance 

among teleworkers. 

Correlation analyses performed between perceived organizational support and job 

performance confirms that there is no relationship between both variables, rho=.190, n=105, p = 

.052. As the p-value is higher than the established significance level, it is not statistically 

significant and indicates strong evidence for the null hypothesis. Therefore, the null hypothesis 

could not be rejected. 
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Hypothesis 2: 

H2: Collaborative capability has an effect on teleworkers’ job performance.  

H0: Collaborative capability does not affect teleworkers’ job performance. 

The relationship between perceived collaborative capability and job performance 

analysed using Spearman correlation showed a weak positive relation with rho = .262 n=105, p = 

.007. This correlation is significant at the .01 level (2-tailed) and provides significant evidence to 

reject the null hypothesis. Therefore, the analyses give evidence that higher collaboration 

capability at the workplace might lead to higher perceived performance among teleworkers. 

Hypothesis 3: 

H3: E-leadership has an effect on teleworkers’ job performance. 

H0: E-leadership does not affect teleworkers’ job performance. 

Spearman correlation analyses performed between E-leadership and job performance 

confirm that there is no relationship between both variables, rho= .128, n=105, p = .194.  As the 

p-value is higher than the established significance level, is not statistically significant and 

indicates strong evidence for the null hypothesis. Therefore, the null hypothesis could not be 

rejected, and it cannot be demonstrated that influence of e-leadership has a positive effect on 

teleworkers’ performance. 

Hypothesis 4: 
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H4: Perceived organizational support has an effect on teleworkers’ social and 

professional isolation.  

H0: Perceived organizational support does not affect teleworkers’ social and professional 

isolation. 

Correlation analyses performed between perceived organizational support and social and 

professional isolation confirm that there is a very weak negative correlation between two 

variables, with Spearman rho= - .196, n=105, p = .046. This correlation is significant at the .05 

level (2-tailed). Hence, the null hypothesis is rejected and research hypothesis H4 is supported. 

Despite the very weak correlation, the analysis gives evidence for the support received from 

organizations can be a factor to consider in reducing perceived loneliness and professional 

isolation while working remotely. 

Hypothesis 5: 

H5: Collaborative capability has an effect on teleworkers’ social and professional 

isolation. 

H0: Collaborative capability does not affect teleworkers’ social and professional 

isolation. 

Spearman correlation analyses performed between collaborative capability and social and 

professional isolation confirm that there is no relationship between both variables, rho= -.148, 

n=105, p = .131. As the p-value is higher than the established significance level, it is not 
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statistically significant and indicates strong evidence for the null hypothesis. Therefore, the null 

hypothesis could not be rejected. 

Hypothesis 6: 

H6: E-leadership has an effect on teleworkers’ social and professional isolation. 

H0: E-leadership does not affect teleworkers’ social and professional isolation. 

Spearman correlation analyses performed between E-leadership and social and professional 

isolation confirm that there is no relationship between both variables, rho= -.136, n=105, p = 

.168. As the p-value is higher than the established significance level, it is not statistically 

significant and indicates strong evidence for the null hypothesis. Therefore, the null hypothesis 

could not be rejected and there is no evidence to conclude that influence of e-leadership has an 

effect on the social and professional feelings of isolation among teleworkers. 

Hypothesis 7: 

H7: Perceived organizational support affects teleworkers’ job satisfaction. 

H0: Perceived organizational support does not affect teleworkers’ job satisfaction. 

The relationship between perceived organizational support and job satisfaction analysed 

using Spearman correlation showed a moderate positive relation with rho = .543, n=105, p = 

.000. This correlation is significant at the .01 level (2-tailed) and provides significant evidence to 
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reject the null hypothesis. Therefore, the analysis gives evidence for higher organizational 

support can result in more satisfaction toward their job and hence lower turnover intentions. 

Hypothesis 8: 

H8: Collaborative capability affects teleworkers’ job satisfaction. 

H0: Collaborative capability does not affect teleworkers’ job satisfaction. 

Results from the Spearman correlation indicate a moderate positive relationship between 

collaborative capability and job satisfaction, rho = .595 n=105, p = .000. This correlation is 

significant at the .01 level (2-tailed) and provides significant evidence to reject the null 

hypothesis. Therefore, the analyses give evidence the higher collaboration capability at the 

workplace might improve teleworkers satisfaction and lower turnover intentions. 

Hypothesis 9: 

H9: E-leadership has an effect on teleworkers’ job satisfaction. 

H0: E-leadership does not affect teleworkers’ job satisfaction. 

Results from the Spearman correlation indicate a moderate positive relationship between 

e-leadership and job satisfaction, rho = .579 n=105, p = .000. This correlation is significant at the 

.01 level (2-tailed) and provides significant evidence to reject the null hypothesis. Therefore, the 

analyses give evidence that higher perceived e-leadership skills among managers might improve 

teleworkers’ satisfaction and lower turnover intentions. 



75 

 

Hypothesis 10: 

H10: Perceived organizational support has an effect on teleworkers’ work-life balance. 

H0: Perceived organizational support does not affect teleworkers’ work-life balance. 

The relationship between perceived organizational support and work-life balance 

analysed using Spearman correlation showed a weak positive relationship with rho = .271, 

n=105, p = .005. This correlation is significant at the .01 level (2-tailed) and provides significant 

evidence to reject the null hypothesis. Thus, the analyses give evidence that higher perceived 

organizational support might lead to better perceptions of work-life balance. However, 

correlations should be interpreted with caution given that the calculated reliability of the scale is 

unacceptable. 

Hypothesis 11: 

H11: Collaborative Capability has an effect on teleworkers’ work-life balance. 

H0: Collaborative Capability does not affect teleworkers’ work-life balance 

The relationship between Collaborative capability and teleworkers’ work-life balance 

was calculated using Spearman correlation. Results reflected a weak positive relation with rho = 

.309, n=105, p = .001. This correlation is significant at the .01 level (2-tailed). Again, though 

results provide significant evidence to reject the null hypothesis, the calculated reliability of the 
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scale is unacceptable, therefore the relationship between both variables need to be interpreted 

with caution. 

Hypothesis 12: 

H12: E-leadership has an effect on teleworkers’ work-life balance. 

H0: E-leadership does not affect teleworkers’ work-life balance 

The relationship between E-leadership and teleworkers’ work-life balance analysed using 

Spearman correlation showed a weak positive relationship with rho = .229 n=105, p = .019. This 

correlation is significant at the .01 level (2-tailed) and provides significant evidence to reject the 

null hypothesis. It suggests that the higher the e-leadership scores in the organization, the better 

is the teleworker’s work-life balance. However, as mentioned before, due to a low internal Alpha 

score, the result will be interpreted with caution. 

4.2.2 Mann-Whitney U test. 

 With the aim to understand if ranks of variables differ across employees with and without 

previous experience teleworking before the coronavirus crisis, the Mann-Whitney U test was 

performed. The sample was split into two subgroups, new teleworkers (n=60) and veterans 

teleworkers (n=45). As can be observed in Table 11: Results of Mann-Whitney U test, the test 

revealed no significant differences in the variables of collaborative capability (H14), E-

leadership (H15), job performance (H16), social and professional isolation (H17), and work-life 

balance (H19) in new teleworkers and veteran teleworkers. Thus, there is no evidence to reject 
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the null hypotheses. However, Mann-Whitney U Test concluded a medium effect in the 

perceived organizational support (H13), with higher levels of support reported from veteran 

workers (Md = 60.83, n =45) than new teleworkers (Md = 47.13, n = 60), U = 997.50, z = –2.88, 

p = .022, r = .28. A similar effect can be observed in perceived job satisfaction (H18), with 

higher levels of satisfaction reported from veteran telecommuters (Md = 60.88, n =45) than new 

teleworkers (Md = 47.09, n = 60), U = 995.50, z = –2.32, p = .020, r = .23. Therefore, there is 

sufficient evidence to reject the null hypothesis and conclude that the distribution of 

organizational support and job performance is not the same across employees with different 

telework experiences, with higher perceptions of organizational support received and job 

satisfaction for veteran teleworkers. Conclusions were reported in Table 12: Summary hypothesis 

decision H13-H19. 

Table 11: Results of Mann-Whitney U test 

    N 
Mean 

Rank 

Sum of 

Ranks 

Mann-

Whitney 

U 

Wilcoxon 

W 
z 

Asymp. 

Sig. (2-

tailed) 

Total 

Organizational 

Support 

New 

Teleworkers 
60 47.13 2827.50 

 

997.500 

 

2827.500 

 

-2.288 

 

0.022 
Veteran 

Teleworkers 
45 60.83 2737.50 

Total 105     

Total 

collaborative 

Capability 

New 

Teleworkers 

60 49.04 2942.50 

1112.500 2942.500 -1.545 0.122 Veteran 

Teleworkers 

45 58.28 2622.50 

Total 105     

Total E-

leadership 

New 

Teleworkers 

60 48.99 2939.50 

1109.500 2939.500 -1.562 0.118 Veteran 

Teleworkers 

45 58.34 2625.50 

Total 105     

Total 

Perceived Job 

New 

Teleworkers 

60 49.54 2972.50 
1142.500 2972.500 -1.351 0.177 
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Performance Veteran 

Teleworkers 

45 57.61 2592.50 

Total 105     

Total Social 

and 

Professional 

isolation 

New 

Teleworkers 

60 57.25 3435.00 

1095.000 2130.000 -1.661 0.097 Veteran 

Teleworkers 

45 47.33 2130.00 

Total 105     

Total Job 

Satisfaction 

New 

Teleworkers 

60 47.09 2825.50 

995.500 2825.500 -2.318 0.020 Veteran 

Teleworkers 

45 60.88 2739.50 

Total 105     

Total Work-

life Balance 

New 

Teleworkers 

60 48.46 2907.50 

1077.500 2907.500 1.774 0.076 Veteran 

Teleworkers 

45 59.06 2657.50 

Total 105     

  

Table 12: Summary hypothesis decision H13-H19 

Hypothesis 

N. 

Null Hypothesis Decision 

H13 The distribution of total organizational support is the same 

across categories of new teleworkers and veteran teleworkers. 

Reject the null 

hypothesis. 

H14 The distribution of total collaborative capability is the same 

across categories of new teleworkers and veteran teleworkers. 

Retain the null 

hypothesis. 

H15 The distribution of total E-leadership is the same across 

categories of new teleworkers and veteran teleworkers. 

Retain the null 

hypothesis. 

H16 The distribution of total Perceived job performance is the same 

across categories of new teleworkers and veteran teleworkers. 

Retain the null 

hypothesis. 

H17 The distribution of total social and professional isolation is the 

same across categories of new teleworkers and veteran 

teleworkers. 

Retain the null 

hypothesis. 
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H18 The distribution of total job satisfaction is the same across 

categories of new teleworkers and veteran teleworkers. 

Reject the null 

hypothesis. 

H19 The distribution of total work-life balance is the same across 

categories of new teleworkers and veteran teleworkers. 

Retain the null 

hypothesis. 
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5 DISCUSSIONS 

The way we work is constantly evolving due to advances in technology. However, the 

ongoing COVID-19 pandemic and lockdown have marked a milestone and a revolution in the 

way of understanding teleworking for both employees and companies. As has been previously 

discussed throughout the literature review, although the impact of teleworking on employees´ 

well-being, productivity, and satisfaction has been the object of interest and study during the last 

decades, researchers are trying to reach an agreement and still hesitant to commit to a position. 

Therefore, although it may seem that there is enough academic evidence to understand the risks 

and challenges that workers and organizations are currently facing, it should be taken into 

account that all this accumulated knowledge was not focused on an emergency context where 

telework had been imposed on a large scale (Wang et al., 2020). 

Thus, the abruptness and suddenness with which the adoption of teleworking has been 

carried out suggest the need to provide more conclusive research on how organizational 

structures for teleworking impact workers’ well-being (Errichiello and Pianese, 2021). For this 

endeavour, a survey gathered responses from 105 teleworkers in Ireland to measure perceived 

organizationally derived support, perceptions of remote working in terms of job satisfaction, job 

performance, work-life balance, social isolation and perceived need for teleworking training. 

5.1 Teleworking as a learned skill 

The descriptive results of the present research confirm the assumption that teleworking 

was not a widely adopted practice before the pandemic (Kossek and Lautsch, 2017). Some 

authors suggested a disconnection between teleworking agreements in companies and the 
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number of workers who could access this benefit before the coronavirus crisis (Kaplan et al., 

2018). Indeed, the survey reported that for more than 50% of the population, teleworking has 

been a new experience, and only 23% had the opportunity to telework sporadically before the 

pandemic. These figures are much lower for those who declared regularly teleworking at least 

one or two days per week (13.33%) and surprisingly reduced for those who worked remotely 

full-time (5.71%).  

Research developed during the crisis has argued that previous teleworking experience 

and educational level were found as a positive influence coping with telework (Carillo et al., 

2020).  The reality is that, as reflected in the present study, a large part of the population lacked 

previous experience in teleworking. In contrast to the few veterans, new telecommuters had to 

learn to hold virtual meetings and work on digital tools almost overnight. Therefore, it is not a 

surprise that evidence from the current study showed a lower level of perceived organizational 

support and job satisfaction among new teleworkers compared with veteran teleworkers that 

already were high in satisfaction and suitable for work from home practices before the pandemic. 

Shapiro et al., (2009) had already concluded in their study that effective and efficient 

management of flexible work arrangements is a learned skill. Teleworkers not only need training 

on IT and tools, but also time management, organization and project management. Indeed, recent 

empirical research has shown that e-training not only has a positive effect on work motivation, it 

can also help organizations to boost employee performance and create a productive workforce 

during COVID-19 (Wolor et al., 2020). Despite the positive effect of training, authors such as 

Bjursell, Bergmo-Prvulovic and Hedegaard (2021) argue the concern about the lack of research 
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on the implications of teleworking in lifelong learning and suggest the need of recognizing 

telework as an environment for learning. 

5.2 The role of organisationally derived support on teleworking 

Research agrees on the critical role of organizations when it comes to detecting learning 

needs among their teleworkers and offering training to embed those skills (Carillo et al., 2020; 

Bjursell, Bergmo-Prvulovic and Hedegaard, 2021). However, a recent Irish National Survey on 

teleworking revealed that only 19% of managers received adequate training from their 

organizations to effectively manage a remote team, compared to 36% of those who indicated that 

they received basic training or 45% that did not  receive any (McCarthy et al., 2021, p.20). The 

data from the national survey are in agreement with the conclusions obtained from this study, 

where more than 60% of surveyed employees across different sectors and roles affirmed that 

more training on teleworking skills would improve their levels of productivity and well-being at 

work. And almost half of the employees surveyed affirmed that their company would need 

advice to implement better teleworking policies.  

These data yield two important conclusions: On one hand, for half of the respondents, 

their organizations managed the transition to remote work quickly and efficiently in response to 

the progression of the COVID-19 virus. Indeed, Ireland was detected with one of the highest 

“home-only telework rates” in Europe during the COVID-19 crisis (47%) (Eurofound, 2020). It 

can be considered a milestone in organizations' intent to promote telework policies, given that 

only two years before the majority of the workforce did not have frequent access to telework, 

and those who worked remotely, affirmed that their company didn’t have a remote working 
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policy or at least they weren't aware of (Department of Business Enterprise and Innovation, 

2019). On the other hand, it suggests that, for the other half of the companies, the managerial and 

organizational adjustments that are required to adapt to remote practices have not been made.  

Literature has already acknowledged that not all employees give the same importance to 

organizational support, and other variables such as personal needs or work autonomy influence 

employees expectations (Errichiello and Pianese, 2021). However, empirical findings of current 

studies are consistent with previous research, and teleworking organizational support is showed 

as a key factor to help teleworkers better deal with a change of work environment and get 

desirable outcomes (Bentley et al., 2016), as it has a positive effect on employee satisfaction 

(hypothesis 7), work-life balance (hypothesis 10) and even reduces feelings of social and 

professional isolation (hypothesis 4).  

In this process of digitalisation, ensuring the appropriateness of technology in use, and 

sufficient IT support and training to efficiently use digital tools is important. However, according 

to Thanuja et al., (2020), in a post-COVID-19 environment, HR has a key responsibility to 

maintain employees morale while contributing to helping the workforce to become more 

productive, develop new skills and reinforce their trust in the upcoming organizational changes. 

5.3 The “Way” Toward E-leadership  

Some authors argue that the role of e-leadership lies in coordinating virtual teams 

promoting team cohesion and avoiding team members feeling isolated (Contreras, Baykal and 

Abid, 2020). Surprisingly, our results contradict the extensive literature review that gives 

leadership a fundamental role in the success of teleworking programs (Beauregard, Basile and 
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Canonico, 2019). Indeed, it has been shown that the manager's e-leadership skills (hypothesis 6) 

and the ability to collaborate as a team (hypothesis 5) have no impact on employees' feelings of 

isolation. The results of this study reinforce the research conducted by Bentley et al., (2016), 

where authors had already suggested that, although social support from colleagues and managers 

appears to be effective in influencing isolation in low-intensity teleworkers, it is insufficient in 

the case of high-intensity teleworking, like those experienced during the pandemic. Further 

research with a longitudinal approach is required to understand if perceptions of employees 

about professional and social isolation will remain the same in the future work situation when 

lockdown restrictions loosen. 

Furthermore, recent studies carried out during the pandemic have also concluded that 

feelings of social isolation and remote job satisfaction are conditional on concern about the new 

virus (Toscano and Zappalà, 2020). The authors also caution that despite this, trying to provide a 

work experience as close to ordinary as possible and promoting teamwork can help overcome the 

challenges of confinement and make teleworking more sustainable and satisfying.  

On the other hand, despite recent studies concluding the positive influence of e-

leadership practices on optimising employee performance (Wolor et al., 2020), this hypothesis 

has not been supported in the present research (hypothesis 3). In line with these results, Groen et 

al., (2018) have suggested that although some managers invest effort and cost in implementing 

controlling and monitoring systems, the desired effect is not necessarily achieved, because 

micromanagement practices could have no effect on teleworkers’ productivity. 
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However, a higher perception of e-leadership practices have shown a positive association 

with job satisfaction and lower turnover intentions across teleworkers (hypothesis 9), which is 

consistent with previous empirical research from Wolor et al. (2020). Indeed, a laissez-faire 

leadership style has been proved as a better fit in a remote context and literature concluded that 

an inappropriate leadership style can lead to greater turnover intentions among teleworkers 

(Overbey, 2013).  

Moreover, e-leadership was found to positively influence employee´s work-life balance 

(hypothesis 12) and, although this statement needs to be interpreted with caution, some authors 

agree that “Trustworthiness”, interpreted as fairness, consistency and work-life balance is a key 

competence among e-leaders. Therefore, conclusions of present research represents a revolution 

in the concept of management applied to teleworking, where e-leaders are responsible for using 

information and communication technologies, not to have greater visibility and control over 

employees and their productivity, but to build a climate of trust and autonomy where employees 

need less supervision and wellbeing is promoted (Contreras, Baykal and Abid, 2020, p.6) 

5.4 Remote Team Collaboration 

The arrival of the pandemic and the enforcement of employees to telecommute has 

boosted digital competition among employees (Richter, 2020). Advanced communication 

technologies have allowed much easier collaboration between teams thanks to virtual 

workspaces, shared tools, and electronic conferences. However, it has been demonstrated that 

advanced technology equipment is not enough to create a climate of effective remote 

collaboration. Internal group dynamics and perception of common goals and achievement help to 
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develop a supportive environment that can affect telework outcomes (Lurey and Raisinghani, 

2001).  

Encouraging social support and creating more opportunities for informal interaction of 

individuals is widely recommended in the literature as a way to foster collaborative capacity. 

Indeed, Wang et al., (2020) argue that employees who receive more social support tend to 

experience less procrastination and higher levels of performance and well-being. These 

conclusions seem to be in line with the hypotheses supported in this study in which collaborative 

capability has a positive impact on perceived job performance (hypothesis 2), job satisfaction 

(hypothesis 8) and work-life balance (hypothesis 11).  

However, it is necessary to emphasize that, as previously discussed, social support and 

collaborative capacity do not necessarily have an impact on feelings of social isolation among 

teleworkers (hypothesis 5).  

5.5 Research and managerial implications: 

A number of recommendations and implications for practitioners for immediate or post-

COVID-19 context can be derived from the current study. 

-Training to boost digital skills: Although there is no specific legislation on teleworker 

training, the Irish government had already suggested that training for managers and employees 

who work remotely is a key factor for the successful adoption of teleworking practices. Also in 

response to the COVID-19 crisis, the government provides "national online training programs" 

that offer expertise in online collaboration and communication techniques and upskill in tools for 
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remote working (Department of Enterprise, Trade and Employment, 2021). Despite these 

initiatives, the results of this study show that telework training is not widely implemented in 

organizations, and employees, after a year of teleworking, consider that receiving more training 

on digital skills could improve their performance and wellbeing working remotely. It suggests 

the need for academic institutions and employers to offer advanced training and materials 

focused on how to effectively work remotely as part of their academic programs or career 

development. Tools, strategies and soft skills training will not only help employees improve their 

digital competence but will also provide them with the skills they will need for the future of 

work. 

-Adopting e-leadership considerations in a time of transition: The discussion in this study 

suggests that the role of managers has to be transformed when it comes to applying leadership 

online and particularly in times of change. During these unprecedented times, front-line 

managers should move away from performance reviews, since as has been reflected through the 

study, management might not make an impact on teleworkers’ performance, but it does on their 

satisfaction, employee well-being and intentions to quit. Instead, managers are expected to 

become inspirational figures who summon compassion, revitalize resilience, and support and 

lead the team in a new post-pandemic setting. Some e-leadership considerations might help in 

this process, such as interacting frequently and honestly with the team using different tools, 

fostering a culture of trust, and incorporating a shared vision and aligned strategy (Voltedge and 

Enterprise Ireland, 2021a). 

-Enhancing collaborative capability through technology: Given the findings of this 

research, forging a collaborative culture in the organization can have an impact on performance 
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and employee satisfaction. Virtual facilitation tools such as whiteboards or polls can enhance 

brainstorming, voting and ensure team engagement and alignment. In this context, virtual project 

management tools have been widely adopted to enable file sharing and collaborative reporting, 

while providing transparency to team workload, tasks, and progress. There is also an extensive 

selection of virtual communication platforms as chats and video conferencing tools. It is not 

always easy to maintain the correct balance between having a wide variety of formats and not 

overwhelming the teleworker with the number of tools available. Although the platform used can 

be the same, the formats can be tailored depending on the purpose of the communication and the 

audience, from quick stand-ups meetings, interactive lessons learned, virtual conferences to 

team-building activities such as virtual coffees or quizzes (Deloitte, 2020). As reviewed during 

the study, there is no evidence that these activities prevent feelings of social isolation but 

improving causal interaction between workers might help keep the team together and allow 

managers to identify any signs of burnout. 

-Evolving work policies with openness and transparency: after a long period of 

adaptation to working from home during the pandemic, in the post-COVID-19 context, most of 

the workforce is expected to progressively return to offices. Whether it is to try to return to 

"normality" in the office or to incorporate new hybrid or 100% remote policies, it is advisable to 

know the opinion of the employees and evaluate the challenges and the successes experienced in 

the last months. As reviewed during the study, the unique circumstances and needs of employees 

should not be underestimated when creating new work policies and evaluating the organizational 

support each employee needs. Encouraging employees to offer feedback and ideas, through 

surveys and working groups, can contribute to designing the right work model, aligned with 
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companies’ values and culture, and contribute to staff engagement and satisfaction (Voltedge and 

Enterprise Ireland, 2021b). 

 

5.6  Research limitations 

This study presents a set of obvious limitations that must be taken into account. First, 

concerning the limited sample size and due to convenience sampling used, results cannot be 

generalized to the whole target population in Ireland. Although descriptive statistics showed an 

adequate gender balance (44.8% women and 55.2% males) and a wide representation of the 

range of roles and sectors, 80% of the population surveyed was comprised between 25-44 years 

old and 92.4% possessed a third level qualification, indicating an over-representation of a certain 

subgroup.  

Second, similar to other similar research in this field, the present study was limited to a 

cross-sectional design with correlational analysis, therefore causation cannot be explained 

between variables. Future research should replicate the results and further explore the 

implication of organizationally derived support and work-life balance. 

Third, by focusing on a single country, Ireland, and due to the unique circumstances of 

each country dealing with the crisis, findings should be extrapolated with caution to other 

economies.  In similar research developed in France by Carillo et al., 2020, authors recommend 

comparing several contextual dimensions such as national telework exposure, cultural 

dimensions, and the spread and evolution of the virus before the generalizability of the 

conclusions to other contexts. 
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5.7  Suggestions for future research 

Notwithstanding the limitations of the study, the results are promising, suggesting a 

potentially interesting set of streams for future research: 

 Further research is required to analyse the specific teleworking policies, methodologies, 

software and strategies used in organizations while working remotely, and to explore how these 

relate to job satisfaction and perceived organizational support. To get in-depth insights and 

explore complementary research areas, a qualitative method is recommended with interviews 

with both companies and teleworkers.   

Secondly, conducting longitudinal research post-COVID-19 is suggested to research 

variables across time during the recovery period. It might be of interest to isolate causality of the 

crisis in employee’s wellbeing and explore employees’ perceptions regarding the support 

received from the company, supervisors and colleagues across different work models (in-office, 

home-based and hybrid) and different categories of remote workers concerning teleworking 

intensity (full-time or part-time). 

Finally, further research is required to extend the geographical scope. Inequalities across 

countries on teleworking is also a relevant topic as this crisis has spotlighted the unevenness of 

digital access between advanced economies and developing countries. Teleworkers from 

economically developing nations with access to less robust technology infrastructure and 

different corporate cultures might experience dissimilar teleworking outcomes than the ones 

concluded in this research. Addressing systemic inequalities and how teleworking policies can 

impact different communities is a future crucial stream of research to reduce the digital divide, 
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adapt education to better prepare the diverse workforce, and bolster the participation of 

developing countries in the future economy. 
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6 CONCLUSIONS 

The current study contributes to the literature that identifies organizational support and 

structures as enablers to obtain desirable teleworkers' outcomes. The research aims to fill a gap in 

knowledge by trying to describe how the massive and forced situation of teleworking has shaped 

the experience of teleworking in Ireland. After a long period working from home due to 

pandemic, evidence has shown that it is possible to telework efficiently and effectively, 

dissolving a common misconception about telework and productivity. However, the already 

known challenges of telecommuting in terms of social and professional isolation have been 

incorporated by the stress, the impact on work-life balance and job satisfaction of many 

teleworkers who have been forced to telework without having adequate tools, skills or an 

environment at home to do so. This study suggests that teleworking needs to be understood as a 

learned skill. In fact, previous experience teleworking before the pandemic has been shown to be 

relevant in coping with the crisis, and veteran teleworkers have reflected higher job satisfaction 

and higher perceptions of support for their company than those who approached teleworking for 

the first time. 

This research coincides with previous literature available to date, on the key role of 

organizations promoting the effective use of information technologies in teleworking, evaluating 

the needs of teleworkers and tailoring support and resources accordingly. In this line, support to 

employees in teleworking contexts has been shown to improve job satisfaction, feelings of social 

and professional isolation and positively affect the work-life balance of employees. Surprisingly, 

enhancing formal and non-formal interactions of team members and their collaborative capacity 

has shown not to have an impact on feelings of isolation, especially those experienced during the 
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lockdown period. However, it is a primary factor in supporting employees' performance. Finally, 

the research also warns on the effects of using excessively controlling and not very delegative 

leadership styles in teleworking contexts on the satisfaction of teleworkers and turnover 

intentions. In this line, e-Leaders emerge as a new profile of leaders who guide an ethical use of 

digital technologies, fostering autonomy, enhancing trust and open communication and 

promoting a positive organizational environment. 

Although it is still difficult to predict the shape of the future of work, it is clear that new 

forms of organizations are emerging as a result of digital transformation. The author of this 

dissertation sincerely hopes that research and managerial implications of the study help 

organizations to better design post-COVID-19 work policies where organizationally derived 

supports are used efficiently to improve business performance while improving the employees’ 

well-being in a healthy work environment. 
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7 APPENDIX 

7.1 Appendix A: Questionnaire 
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